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EDUCATIONAL MENTORING

©

A Quick and Handy Guide 10

-

Thry guide 15 tntended as a reperence for those personc
cagaged m counseling adults wbout career change and
caréatonat goal sereng

BREVARD COMMUNITY COLLEGE
School Board.of Brevard County,.
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* * ! This “Educational Mentoring Handbook” was dsveloped under
a Federal 310 Speca’ Demonstration Project awar'ded to
. Brevard, Community College, Open Campus, during 1982-83.
SPLCIAL RECCGNETION , . Special Oemonstiation Projects must show a model program "
e miwsngnon contamcd s they baudbouk tor educationad eaioting was summaiized that can be disseminated and adopted at cost effectiveness
froun T 0 raining sossions presented by the tollowing consuitanis ! by other districts. state and nationally, Funding for
L i ' such projects is provided under Tne Adult Education Act,
My Susan Gunn D Damicl Gasdner ! Public law 91-230, 1978. 1his grant was awarded through -
Mitashy, Ine Drvision of tducational fesdesship v A . the Adult and Community Education Division, Oepartsent of -
6190 NW t1th Sueer and Huaan Development . Education, State of Florida. é -
3 A Sunnise BL 33313 Honda latemationat Usaversaty r « : .
Tmams 1iad This project provided two training sessions, involving key
. 3 Miami. FL 33199 } . . personnel from business, industry, and community agencies .
who hold positions that require counseling of employees or -
A Dhieadore Davis, 1 Dr Art Butnehiter R . clients about career changes. To assist these partici-
Martin Assocates, T Adult Fducauon Diviston pants in tramning for ellucational counseling, there was .
27€2 Autora Road Flonda Atlantie University i dcve%oped a MBrevard County Oirectory of Educational
Mddboutne, FU 32035 Boca Raton, £71 33432 i Optibns ‘for Aduits" and the “Educational Mertoring Hand~ -
, R book." These references are available upon request to
' other agencies, businesses, and industries who are consid- PR
ering adopting the concept of educatipnal mentoving.
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“Employees are gn INVESTMENT,
Educational Mentoring on the job
con help that lNVFSTMENT GROW"’
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‘/' DEFINITION OF EDUCATIONAL MENTORING
i
‘
. < An educational "MENIOR" is defined as & close, trusted and
1 experienced guioe who can provide information and psycho-
. logical support to adults interested in continuing Lhew
. sducation.
\: Mhat dves a "mentor” do?
o ‘Act as a TEACHER. . By |}
. ) e derve as a SPONSOR.. . ) | BEASINCER
- e Serve as H0ST and'GUIDE... .« d %gg.i’.ﬁi;‘
ot N oAy e
o Be an EXEMPLAR... \ ) R ‘_fv;:' .
" . e Provide,COUNSEL & MORAL SUPPORT. .
: -7« Build CONFIDENCE...
‘
% . « e Serve as an insighttul SOUNDING BOARD..
)’ . An Educational Mentor on the job cam serve as a SPON.un,
. < GUIDE, COUNSELOR, ADVISOR, COACH; FRIEND and BENEFAC’IOR

An edifcational Mentor an the job can shelp people take
advantaye of technological change by.. .

N .

» Counseling attuned to employment trends.

.

e Program counseling which ultimawﬁ' leads to gainful ;
- 0mployment

. Encouragmg adults in education program selection
from Several career opiions in postsetondary efforts

A MENIOR on the job... ,
« Can improve employee/employer relationships,
_e Can promote educationail growth of employees.

e Can premote self-confidence and personal growth on
the part of employees and clients, )

' ! : e Is knowledgeable aboyt educgtoonal opportunities
within the comrunity and who to contact for referrals.

.

830209/d160g 1
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WHi A MENTOR ON_THE JOB> Because 75% of all adult learming
< traceable tu changes 1o JOBS/CARLERS and family because

T Americans spend roughly 79% of their time with jobs, ‘car- |

ears, And famiies  Sometimes PEOPLE oeed help to bring
wout CHANGE andt GROWTH in their Vives

With or-withoul Younseling credentrals, EQUCATORS and
MENTORS can help people through transitions caused by the
crives of unemployment and high technology. Practical
GUIOANCE and COUNSELING about educatioaal options in the
e <omuunity can use the technological explosion as a vehicte
, tor human progfess and promote continued learning and
g:owth foi iindividuals

3 A "menton on the job must have..

- a conviction or .belie( in a person's potential to
. contriBute to the organization.

- a comnitment to invest the time necessary to assist a
person with his/Zher development.
- the «Mlls, experience and knowledge to help a person
o+ develop his/hev educational and growth potential
3 A "mentor" on the job 15 able to.
LY
- understand adult learning theory.
- understand adu){ learner needs and' be sensitive to
those uneeds .

- demonstrate strateg.es to help adult learners with
educatwna\ goal setting and project planning.

- dumomtrate active listening and communication skllls

- commumcate with up-dated kuowledge about educauont\l

upuons available in the county. .
- burld active linkages with persons who can ‘give
. information and assistance with educational planmng

for adults
,p,.«tﬁ%m
AE
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COMPANY/AGENCY CONSIDFRA‘HON FOR ADOPTING
THE MENTOR PROGRAM

© ’ R
The Hentor Role:
— e el . €

1. Defined 1n accordance with®organization's rea!llins'
2 Unqual ified'backinq of t.h;) n:anaqemt-ﬁt‘. ‘
3. Needs and priorities ident.lf.\od )

4 Effective/efticrvent strateqres emploved. -

5. Resoyrces avan Iable p1Y implement quahty prog: m

6. fEstabhishes and maintains a climate tha! (a) de ulop«
peaple, and (b) attaws organizational goals

7 long rvange plans to improve potential and produc-
tivity. - ' .

8, Organizational climate for (a) solution of problems,
, (b) proper use of resonmces, (¢) coping with chanqe
and (d) making the organization successful.

N “
9 Evaluates progress and performance.
10. Determines value of human resource development to
programs and service .
0 R »

(Dr. Dan Gardner, Flprida International Umversn.y.
. Human Resource Development Center)

-
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CHECX YOUR PERSONAL CHANGE QUOTIENT before
Deciding to Assume the “tducational Mentor” Role:
Answer “yes® or "no’ to these questions. “(You may also
want 10 consfider how these questions apply to your super-
visor, peers, and subordirstes: or«you mady want to have
otner staff mesbers rate you with this checklist tc see

§—— 10. Do you seek many ideas, rather than begoming
satistied with one or a few?

0 o n Do you know how to simplify and organize
your impressions?

Your quotient is high if you answered “Yes™ to at least 8
of the 11 questions. Innovators of chahge need great
. tenacity of purpose and Stubborn resistance to discourage-

went. They need inftiative, curiosity, and the ability to

simplify the many reactions and events that occur during a

change,process. R
% Adapted from MANAGING CHANGE: THE STRATEGIES OF MAXIKG
CHANGE WORK FOR YOU by John $. Morgan, C 1972, ¥cGraw=Hill.
Pernission of uu,obulned by HIP POCKET GUIDE.

\“i“A B . ’

N -
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LN how their ratings compare with your self-rating).
' YES HO . (’ .

— 1 Can you get) enthysiastic about probler

- - outside your fpecialized area?

Y D0"you feel the excitement and ch}llenge of
finding a solution to probleas in many
areas, regardless of whether they are major
or qinor challenges? °

—_— 3 when a problem segms to hold little or no

‘ interest. do you nevertheless try to develop
an interest in the problem s possibilities?.

[ B Do you know what ls expected of you by

¢ . nanagement?
5 Do you seldom assume limitations and lack

- of freedom in your work?

’ 6. Do youy sometimes set the problem aside
. g T temporarily to get a new perspective,
without closing your mind to it or giving',
up?
1. Do you resist "blocking* a pro_)ect even
LT though you think it trivial and distracting
from problens more to your taste?

o . & Do you actept the occasional illogic of

. your mind, recegnizing that it can lead you
* to solutions in managing change?

. 9 0o you commonly, carry a notebook te put
stray 1deas in writing? :

MOTIVATING LEARNING AljD‘GROlJl'H OF ADULTS

Your company or agency has decided to ddopt tife educational
mentor role. The assumptions are that vou’are interested
in the education, training, and development of’employees
and clients and in improving agency/company's capacity to
develop personnel. How do we motivate people to learn”and
grow? Change isn't easy, but once the barriers are recog-
nized the first step to belng an effective mentor is
there. . S
Barriers to learning can be situational (lack of time,
t.ransport.ahon. ch\ldren, slress at home, Mc ) or disposi-
tional (I'm too old; T can't right now, etc.) and institu-
tional (inconvenient. schedules, poor location,, not the
right course/program available) °

.
Hlowever, as a menlor you can recogmze at\d work with

“adults ln these areas:

1.  Coping "with speciffc life events. The more life
eventSxdn -adult encounters ‘the more likely he/she
will seek out learning experiences. )

s

A

«

A N
2 Note that the learning experiences adults seek are
directly related to life changes

3. Key in on the fdct that adults will engage in learning
before/during/after 1ife¥ changes-~once convinced
change is to occur.

4. Be aware that for most people, learnifng is a meansﬁ
not an end. . H . '

5. Be alert to. increasing/maintaining self-esteem and
pleasure,«\(or these are strong secondary. motivators.

UNDERSTAND A “BIT" ABOUT ADULT LEARNING msolzv’(Andragggy)

1. Readiness to learn (motor skills ‘a“re already devel-

oped--children's mot.or skills havg not...there is a
difference).

2. Past experiences (adults dtfaw on past experiences and
developed values. ..recognlze these).

3. ’Self~concep!. (an “adult t.hinks of himself as an fodg-
pendent personj.

‘4, Time limitations (!.hey want 1trnow-~show me how ] _can

use it now). -
’ *

R30209/df160g ° 5
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WIAT KIND OF CURRTCULUH DO ADULT$ PREFER?

.
1 Adults are less interested lp survey coursés--more
interasted in single theory. churses with uppllcn an
' and relevandy

- . e V=4
S Adults need to witeqgr ate ld&s with what they alrumly
kttow . ’
N ¢
3 Adults fiad that information that contlicts with dlu
v know edye torces re- evalualmn and s\ows int¥gration
® .
4 Adutts tind that asl-paced. complex or unusual
learning ,tasks 1nterfere with the Jdearming of con- -
wepts.” . ¢ . L
. % Adults find *that information with little "concep-
' O tional overlap” 1s learned more slowiy .
- 6 Adult learners compensate for being slower (psyché"
“ . motor ) Ly being more accurate
? 7-  Adults aften take errors personally, -,
8. Aduits \pmecmtc curriculum that is aware of the
< walues of themselves. (In other words. curriculun
designers need to be moye aware of the values of the
2, target group). -
9 Adults prafer self- dnocled and se)f-designed learming -
! |lIOJE(.l" (Researchms have round” this to be true [
to 1 over group learning).
lo  Adults prefer programs wpich are acceptable to dif-
* ‘ rerent Wife stages. . .
. . () 4 . e
- 1l Non-huma& medhia’, arv popular with adult learners
o YRR (audio=visual and media they can use lhemselvk:s )
!
~  TYBES OF CHANGES mat M)UU' Wit \.‘ERY LlKu\ REWIST
o o  Changes lha\\hey PE#‘LE!VE'MH lower lhmr status or
prestige . . .
U RN 4 .
) o CRanges that cause fear “
e a . . R R . ?
¥« (hanges that afféct their job content and/or pay
N o Lhanged that reduce tm'l,r aulhorl!.y or informal qroup
» T relatwnsnsps
N . -
“\ ] ]
‘ e
8302097dt160g - 6 ) .
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. + Changes that are lorced without exp‘*'\ahon ok
| . employee participation ~
[} - Changes that reduce their mlhorlty “of freedom to
act, A . .
. » '

Changes Lthat come at a llme of mental and/or physical
Iethargy (somellmes called "systems overload").
’ . lhe information or chanfies that adults will likely resist
'can be extremely useful if we use it to.assess each change
situation md\vndually Iry putting yourseli (thraugh
. fantasy if possible) in the other party's situation. If
you were that peérson or qroup, how would you feel about
this idea "or change? Which of these reasons for resis~
. tance would come into glay* Be sure to try to experiencd

-t not only what others.may THINK about ‘your Mdea;.but altsq
what they might FEEL about it (More about THINKING and
) * FEELING LATER). +
' . REMEMBER: The way a c'han'ge is implemented sometimes stimu-
lates more resistance than the change itself,
Resistance to chanye is not inevifdbler People may fear
it.as a threat to their security and their way of doing
. 9‘ things. On the other hand, the idea of change can also
produce pleasant antieipuwn of new experiences and,
benefits. A o :
. P .
L] BARRIERS TO CHANGE THAT MANAGERS CREATE OR REINFORCE:
. 1. Failing to be specific about a change.
2. Falllng -Lo show why 2 change is! nccessazy
C e "t 3 Falling Lo allow those affected by change to have a
\ . . say in the-planning '
. -
. * 4. Using a personal appeal to gdin acceptance of a
y & change. .
. 3 .
\ 5./ Bisregarding a work group's habit patterns,
R 6 failing ta.koep employee« informed about a ci\anqe .
- L 4
: . 3. Ffailing to allay employzes® worries about possible
. fa1 lure . :
: “ 8 Cr~aUnq excessive work pressure Yuring a-change,
1 -
’0 9. Falhng to deal with anxiety over Job secucn.y
.t . . : -
. . ¢
. 830209/d1160g 7
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DIMENSIONS OF EDUCATIONAL BRONERING

Counseting - Referral - Adv?;cacy = Information

Respec_t(ul.- Energetic - Creati've - Self-directed °

C EDUCATIONAL COUNSELING involves BEING

Oecisive
O EDUCATIONAL REFERRAL 1nwvolves BEING
Tactful = Non-judgmental - Knowledgeable
© EDUCATIONAL ADVOCACY snvolves BEING

Créative - Determined - Self-confident - firm

Collaborative = Self-controlled - Tactful - Persuasive

00 PUBLIC INFORMATION involves BEING

Outgoing = Enthusiastic - Persuasive - Adaptable

0 lNFORHM ION N DEVELDPMEN]

Resourcefyl - Imaginative - Knowledgeable

l'a‘

)
Gather and orqanize information j;

L.
2 Use information systems. - N . \
3. ldentify (lient need for intormation. \ .
4 Be knowlndgeable about specific information resource
and referrals.
5 Communicate 1nformation to clients.
EDUCATIONAL COUNSELING:
1 fstablish rapport,
2 foster self-disClusure .
kR Identify.problem for ccunseling.
4. Acquire information relevant to counseling problem.
5. lake action. .
6.  Work with groups. ’
I3
7. Do follow-up. "*\‘
830209/df 160g g '
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PROBLEM SOLVING SKILLS:

1. Questioning - Phrasmg correctly, knowing what ques-
tions to ask, repeating answers back for clarifi-
cation, Ieading questions ("Is this what you want...?)

2.  Observation - Understandmg body language, maintain-
ing good eye contact {move cut from behind the desk
and sit with the person. Pay attention to your own
body lanquage). °

3. listeming ‘A good llstone looks with interest,

T )
maintains friendly eye contact, gives sncouragement

through gestures, doesn't jump ahead in thought and -

interrupt, takes notes unobtrusively.

4 Examination = Career aptitude tests are uswally non-
threatening. A test for basic s%ills, such as reading
ability, math, wrlung. etc. can be threatening to
those who fcel inadequate in these areas. Use pro-
cesses and communication that creates a relaxed
atmosphere and builds trust. .

5. Post-examination Interview ~ Should be fnformal with
strengths being emphasized first and then lead the
client into recognizing his own weaknesses/needs. It
is crucial ‘that the, person recognize his own needs
and be open to counseling.

w-

1. ANALYZE by looklng at several options for suggestion
to the person. )

25 MAKE A DECISION as to the correct counseling/advisc-
ment to be made.

3. LEAD THE PERSON in processes that gets him to discover
solutions to needs.

4. USE GOAL SETYING TECHNIQUES. .

this point the person being counseled should have
rec qnized specific needs. Advise on how barriers the
client brings up can be overcome. Get the person to think

of ways to overcome barriers. Ask the person if he wants
you to suggest some ways.

830209/d1160g 9
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HENTORS CAN BE RECUGMIZED BY THE THINGS IHEY 00 (or by the

7 LY

things they want them to do} Svitites }
. . tducationel
L They LISIEN. , Manter '
. Avalable . i {
2. They ask good questions : o
o ) N @ (Cl [\*J\ 14
. 3 They turther develop your plans ‘?- =, WPyt
’ v Y\' /’M)’
4 They intluence, but don’t detevmine, your plans.
5  Ihey heip you solve probleme
. 6. They expect you to use your own best judgment,
.
! They help you find your own skitls and potential.
8 lhey do not expect you to be "just like they were."
9 They challenge and piod yon
10 Iney qwve you advice on techmcal or orgamizational
matters, serving as expert resdurces
11. They share your ups and downs.

They provade you with realistic personal information.
L

AS A MENTOR ask yourself* “What am [ going to do? What 4
are my limitations? iow much am I walling to give?"
.

KLEP YOUR EYE ON THE PERSON'S PROBLEM. ..

ERIC

Aruitoxt provided by Eic:

“When you are up to your eyeballs in alligators, you
have forgotlen® that Lthe initial objective was to
dramn the swamp!"

BARRIERS 10 E. FECTIVE NETWORKING AS MENTORS |

1 Divadirg the werld in “good” guys and "bad" guys.
. 2 Defining people and situations in conventional or

stireolypical terms.

3. teeling that the environment cannot really be signifi=-
cantly influenced or changed

4. Llimiting, in any way, the possible connectiuns that
t'qu'ld be developed.by the network

'S5 Atlempting to pre(ﬁi:t the outcomes of relationships
between network memberd .

830209/dt160g 10 )
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6.

7.

8.

9

L]
l0» Underestimating the knowledge and abilities of others. .

Members who adhere to institutional, professional,
and technical nurms. -

Rigid times constraints: limits, deadlines, 9 to 5
hours. . '

The inability to redefine people -and situations
creatively. .,
A narrow definition of one's working role. “profes-
sionalinmy in the traditionil sense, emphasizing
spucialization of funclion.

11. Defininy peeds only.in monetary terms

12. Attempting to formalize rules and network structure
too early in its development.

13. Seeing what is as opposed fo seeing what could be.

14. Assessing people and situations in terms of deficits
instead of strengths.

15. Being unable to work beyand the boundaries of one's
organization.

16. The inability to share power, influence, and access
to resources in a collaborative, non-threatening
manner.

17. Agency “turf"~issues, agency rivalries, agency compe=
Lition.

18. 1he attitude: “1'd rather do it ayself."

19. tack of confidence which prevents taking risks or
encouraging others to take risks.

420, Using a confrontational approach when problems 4&nd
frustratibns are encountered 10 networking.

21. Riqid separation of one's perseral and wrofessional
lives: .

22. Attempting to structure particular roles for network
members.

23. Organizational resistance to redefining resources and
program boundaries.

‘

830209/d1160g 11
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ISSUING INVITATIONS 10_t EARNING AND CHANGE

Although obtawning belp 15 remarkably commdn, 1t may also
be dyfficult, at least tor some persons and some changes
It the change invelves a4 bacic tevling ot inadequacy, or
involves the “heavy" emotions of separation, tne person
may find 1t hard to approach someone for help. Some
paople also feel one down after seeking help and believe
they can never repay the helper. Most of ds, when we want
help, will choo e a peron with whom we feel comfortable,
a person whom we ¢an trust, a person who is warm and
empathatic ’

(INFENTIONAL CHANGES by Allen Tough, Follet.Chicago, 1982)
PLRHAPS YOU ARE ASKING . -

o liow do yeu draw information/participation ft6m someone
in order to help them? , (INVITING participation)

etow will yotur spot when people wille not Tikely
todlow through? (Listen to their words.)

eHuw do you deal with vesistance to change? (Passive
or aggressive?)  Procrastination is rvesistance.
Pressure is resistance, real or imagined. Vengeful
is saying, "You can’t make me do that. 1 can show
you by procrastinating.™

e How do you deai with a person's feeling o{ THREAT
atout you (the supervisor or persom who seems’ Lo have
the “power")?

LET®S pO SOME RNALYSIS of lssuing Tnvitations... -

You really are what you THINK and” FEEL. Look at people as
thinking and feeling people. We've (researchers) dealt
with the thinking part and not much the feeling. The
"teeling part" will always win over the thinking part. If
the choice 15 scary or the person is uhcertarn about you,
the feelings will over-iide the thoughts. Fear always
wins out over thinking We are discussing here HEALTHY
THOUGHTS/EEELINGS and NEGATIVE THOUGHTS/FEELINGS

HEALTHY Thoughts.  “World is a good plage." You are
trustworthy.”" "l am capgable of "making
a good decision "

w®

830209/df160g 12
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HEALTHY Feelings:  Happy, confident, enthusiastic, self-
assurance (real feelings, such as joy,
grief, sadness, anger that s not
manipulative).

CNEGATIVE Thoughts: "1 can't do that." “The world is
agsinst me " "You are not trusiworthy."
"1 could not do it before." "It just
won't work out.",

WEGATIVE Feelings. Manipulative anger, , frustration,
failure, anxiety, |nadequate aha-
thetic, Jack of trust, Dbitter,
depressed.

‘ e Where does data come into the thinking/feeling when miking

a decision after you present the options? i

ANSWER: A person -thinking positive thoughts would trust
you had the right information ‘and wcutd perhaps
check to mase sure. Checking means, "I'm taking
elegant car of myself.™ 1In terms of their
feelings, i.¢ person is feeling confidence. If
there is no congruence between the thinking and
feeling, feelings take over wifen making the
decision,

® As an "educational mentor™ you invite pcopie to learn

through establishing TRUST. Trust is est.algiished by:

1.  being POTENT
2. giving PERMISSION
3 providing PROTECTION e

e Techniques for INVITING PARHC!PAT!ON and xeeping motiva-

tion are done by:

1. noting FLAGS
2. follow*thpough
3 ° contract resistance

eWe INVITE people to CHANGE. We see ourselves as {plus)*‘

and they view themselves as (minus)-. We must rvecognize
the difference between THINKING and FEELING. We must be
in the + category in our thinKing and feeling in order to
overcome the - thinking and feeling of those we counsel.

4
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“1 am not vesponsible for what (bow) 1
(think, feel, act, learn). Someoue
T . (thing) else 1§ responsible other than
me "

"1 can make others feel,..”

“Others make me feel..."

MINUS THINKING:

’

U As an “educational mentor you are not responsible for a
y R .

’

person's leavning and teel ing.

! There is no way to make sohething happen to feelings.
The mentor must consider things he can actually do
something about  Things like structure, processes,
and atmosphiere can be dealt with, but powers in the
area of other pevple's inadequacies, the mentor can
not be res_ponsnhle . -

(1 Ihe words the mentor uses can convey jnvitations to the

person being counseled.

There are dom'ts as. to language usage in counseling.
Words like SHOULD, MUST, ALWAYS, NEVER, CAN'T, amd
WY are closed words. These words issue invitations
which are negative. In other words, don't "should"
on people. Llisten to people's words and y6ur own
words. HMost often people are reinforcing neyative
patterns which are related to another person's
unhealthy parts,

g A counselor should work in the areas of what people are

thinking and feeling rather than “content."

_Do's are, "What COULD you do?* “What are YOWR
words, don't assume’ or volunteer, but jssue “ipvita-
tions" to find gut exactly what a person desires and
needs. Often a person substitutes in his conver:
sation, "1 Can't," when he really meaus, "1 won't."

:3 Recognize that people being counseled often have negative

and pusitive parts.

for example, depression 15 one area of our negative
parts. "Do I invite other people to be depressed?”
Inviting others into healthy space is to be a healthy
person. People ALLOW situations to affect them.
Sometimes a person has tb get away from these invita-
tions. One often reinforces depression or tivedness

+ . with ‘responses like, "You poor thing. Are you working
too hard®"

$30209/d£160g 14
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OFTIONS?™ DG you WANT suggestions fronme?* ~Iir other -

X .
.
.
~

————

{1 Society exercises a system which insignifi
e perpetuates insignificas
feelings on the part of young people and a‘dults. ! "t

An e)}am;_)h:' of this is when a counselor views himse:f
as significant with all the answers for his clients

hi . . o Toa
ca\ms“pe:son Is actually ‘\newmg clhients as insignifi-

» 14
CHIN SUMMARY, no matter whether a person Is -a counselor:
advnsorlfm_end. the interpersonal relations in a person j
everyday 111:3 can be affected by the verbage .that re\“-‘
forces negative behdvior in themselves and in déaling wile
others. A person has to take on the responsibility that “e
is responsible .for feeling, (learn, think, act) and no ong
e!se or Lhmg_ is responsible. Explaining healthy protec-
tive or permission information is 0.K. Provide informa-
tion about what can happen and where. listen ta |n~ople-=
\::;('l;.i'lgl’e:s[)xles!gtf\tiga‘ SO%LT themselves up by assuming, 2+
Jpiying At you want 2" , never VOLUNTEER unless oskies,

’
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COMMUNICAT ION BLOCKS . '
1. DIRECEING, ORDERING, COMMANDING ("You must..." "You .
have to . * "Youwirll, M) J 12. KIDDING, TEASING, MAKING LIGHT oOF, JOKING USlN(i
. . - SARCASHM  ("Why don't you burn down the school 'Y "Nhen
. 2 WARNING, YTHREATENING, ADMONISHING ("You had better..." . did you read a newspaper last?" “Get up on th¢ wfong
' Mt you don't, then.. ") ] ¢ side of the bed?* 'When did the o
' ' v N of the school?" / ¥ make you priggipal
3 M()RAllZlH(x PREACHING, OBLlGlNG ("You should. ." "“You . ¢ e
ought. . . "It 1s your duty ". It is your responsi- (Dr. Art Burrichter, [lorida Allantic
b1 lny.. " “Youy are rvequired . * . ’ University & Bota Counseling Center)
3 PLRSUADING WiTn LOGIC, ARGUING, lNSlRUCHNG LECIUR!NG ‘ .
("0o you realize.. . ere is why you are w.rOng ; o Tl R 22 AT Y St G Tt TN T RS
. "nm us not rlght .* "The facts are.. " "Yes, MINIMI
bute. ") t INIMIZING RESISTANCE
.5 ADVISINGy RECOMMENDING PROVIDING ANSHERS OR SOLUTIONS ' RESISTANCE
«“what 1 would do is..." "Why don't you..." "Let me ! CAN BE MINIMIZED IF THE PgOPLE AFFECTED ARE:
A * suggest..." "It would be best for you...") . 3
‘ 1. INVOLVED in tn ;
6 LYALUAIIG, JUDGING NFGATIVELY, OISAPPROVING, BLARING n the process; -
. NAME CALLING, CRITCIZING ("You are bad..." "You are . 2. Asked to : ;
lazy ..* "You are not Lhinking straight, W nyay are ” ) contribute their feelings. opinions and
' acting foolishly..." "Your hair is too 'Iong“) : SUQQFSEionS;
‘ 3. Told the r
7 PRAISING, JUDGING OR EVALUATING POSLTIVELY, APPROVING ‘ '¢ reasons and advantades that will mitigate
("You' re a good boy..." “You've done a good job.. \ U}'-’ uncertainty and anxiety;
P approve of...") ,
. ’ 4. Provided honest communication and feedback to create
8. SUPPORTING, REASSURING, EXCUSING, SYMPATHIZING an atmosph f ]
("It's not so bad..." “Don’ Lworry..." "You'll (eel - rosphere of confidence and trust:
———— e = - ERTES Vg e O, uy. o -
better" *fhat's too bad. ") 3 ; o ——~f 5. Respected for their feerings, even though ey fay —
-~ i
9. DIAGNOSING, PSYCHOANALYZING, INTERPREVING, READING- - | ' oppose change;
IN, OFFERING INSIGHT ("What you need is..." "What's ‘
wrong with you is. ." “You're just trying Lo det ; Asked what assistance is necessary to facilitate the
attention...” “You don't really mean that..." “I know . effeits of change,
. . what you need..." "Your problem is...") . y . )
7. Give iate ) ; ;.
10. QUESIIONING, PROBING, CROSS-EXAMINING, PRYING, INTER- '1ven appropriate and deserved recoanition for their
ROGATING (“Why..." "Who..." "Where..." "What. .” contributione,
"How . "."when...“) s
- 11. OIVERTING, AYDIDING, BY-PASSING DIGRESSING SHIFTING . e s amn
gl (“Let’s not talk about it now," “Not at this time," ETQUA.!—ITY }z
"forget it." “We can discuss it later." . B .
“If only I had fewer needs. and you had woere ability
. to satisfy them!™ . . . Ashleigh Brilliant
AN
[ -
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‘! M N 'v . . . .
. Y .
- " » . -
» - . A .
‘\ . i ) - . .
4 COURTRALTING FOR ACTION . ° ' Obstacles: What are my favorite obstacles that [ let get
B - i n the way (time, money, other people, self-imaqge, expere
Coamitment to clearly sjated goals leade to achievement of 1ence, etc)? ' B
those goals. Yet achisving commitmeni s not as easy a ' // N
. it sounds  Obstaclés get in your way. Other activities N /
compete  tor your twne. lhat's why contracts ame such . , *
v ‘. helpful tools “~~—- ‘ . \ B
‘ . . . - * b
Tere die some guidelines for making contracts work for, \ -7

«  you [he most effective contracts are:
. . Reward: What do 1 gel when 1 finish?
b 1 Wratten  ihe prisary puvose of writing contracts 15 '
not so they can be showt. to others. but rather to
. clarify them fur yau. Once a contract is written,

-~ , vou have more investment in it

et

.‘iv:_o]_:,g}_‘.}_gg Break your goal down into “bite-sized”
pieces. .

Penalty. What if [ don't finish?
. Time_consciaus »Setting target dates for the comple- -
Tron of each step of a confract provides constant

rernforcement and a sense of accomplishment. .
[ Y * . 4 . .
” 4. Supportive: Sharing your contract with another o' < .
* person helps you to clarify your thinking, obtain > *
teedbeck, and generate a commitment to corplete the . ’ .
task. . ) N
5. Your own: Your goals must be your ownr and be based ' ! e ) . ' .
} or yeur persona) values . fomplation Date Hy signaturr
Here's your chancg to take the first stept Decide whom ' . .
you would 1ike to contract with, s 3 Ny partner’s signature . -
. - P
' - (Susan Gunn, Mirancky, Corp ) ' .
...... T e i , .
. . :
CONTRACT FOR ACTION . £
GCAL  What do 1 want to accomplish? Result expeptt’d’
VIR .

. < .

. Action Steps Target.Dates \‘ ’ -

o e N »e
'3
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/ WAY qnd MEANS -

. 000 -
My company, busigess.

tional mentor' role

LN AN A !

png -od0  o©ooo  ooo
agency wants to prorote the “educa-
for employees and clients. How do we

aao

- . qet invéTvement?
. *

L2,

>
. ‘4

5.
6.

- J.

]

8
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N 1 - Get suppart and backing 0f the union (if you have

one) and get them to help promote with workers. b

Usg bulletin boards and post suformation 3n’ different
places Yrequented by clients or employeess

1 < lalk with supervisors, announce aL_/s:.aH nfbetin‘qs_. )

Make personal contact with cliefits/employees.

Have a career dovelopment day , .
-’

Posl a presipent pos'ter in your office which i_n'(h-
cates your willingness to, help with educational

pming . .

» .
Use your company/agency newsletter.

. - S . R
Offer released- time for employees {paid) to aottend
adult education and\college classes. .

grihg up the toprc in your conversations. Spread the

news, .

Koep  an active network systes' going with those in
your company/agency and with the educational institu-
tions. Keep up-to-date of job opportunities and

L\ X\

progran of ferings, for training.

) .

. .

) . e - !
- ) .
“TRAINING MENTORS AS EDUCATIONAL ADVISORS OF ADULT LEARNERS™ ‘ )

Linlfages for. Hentoring

.

- .O *
Cvnthia M, Re1g, Assistant Director * 10, Nona Bnllngs}S Supervisor
Personnel & Employee Relations -*

WUESTHOFF MEMORIAL HOSPITAL
Pockledge, F1 32955 .,
TEL: 6362211, ext. 605%

SarbaraAMoo'r"e. Ofrector
CHILD CARE ASSOCIATION
18 Harrison St.

-Cocoa, F1 32922 TEL:-636-463¢ .-

Bernice Moore
Bookkeeper/Secretary

CHILD CARE ASSOCIATION

18 Harrison St.

Cocoa, F1 32922 TEL: 636-6612

Handa Baker, /S, Director
CHILD CARE ASSOCIATION

18 Harrison St. .

Cocoa, F1 32922 TEL: 636-6613

Juanita Wright, Parent Involvement
Coordinator

CHILD CARE ASSOCIATION

18 Harrison St.

Cocos, FY 32922 TEL: 636-{63&

+
Jerr§%§dwen. Personnel
Technician .

CITY OF TITUSVILLE

P. A Box ¥

I usville, F1 32780

Iil.:, 209-4400

Charles Franklin, Human Services
CITY OF MELBOURNE

900 ‘W, Strawbridge Ave.
Melbourne, F1 32901

TEL: 72722900

Gloria B, Clark, Human Services
CITY.OF MELBOURME

900 £, Strawbridge Ave.
Melbourne, F1 32901

YEL 727-2900°

&

Oavid A, Henderson, Staff Accountant

7Y OF ROCKLEDBGE
P. 0. Box 488
Rocklcdge: F1 32955 TEL 636-S711

‘eshttndpd twa sessions

.

705 Avocado-Ave., Monrpe Center .

hEALTH & REMABILITATIVE SERVICES«

. Tu¢oz, FY, 32922 TEL: p36-2933, ext. 605

* 11, Judith Seaman, Counselor :
YCCATIONAL REHABILITATION
115 Palm Bay Road, Bldg. 500

Palm Bay, F1 32905 TEU: 725-09001' ext. 160

* 2,

Mary. Jane Ross, Counselor

YOCATIONAL REHABILITATION ’

115 Palm Bay Road, Bldg. 500 N

Palm Bay, FV 32905.TEL: 725-0900, ext. 159
13. Stewart Clatk, Counselor .

. YOCATIONAL REHARILITATION [N
105 Avocddo Ave., Monroe Center’.
Cocoa.‘n 32922 TEL 636-2933, ext. 224

“~
-

* 14, Harilyn Munson, Counselor
VOCATIONAL REHABILITATION
+ 105 Avocadb Aye., Monroe Center
Cocoa, F1 32922 TEL: 636-?933. oxt, 224
* 15. Fran Warper, Director
SWAP/CETA - Cocva Campus Lt
Brevard Conmunity College
1519 Clearlake Road R
Cocda, F1 32922 TEL: 632-1111, ext. 4310

16. Lucille Moffet ,
TITUSYILLE HOUSING AUTHORITY ¢
1108 South St. N
Titusville, F1 32780 TEL: 267-093)

» - .

* 17 HMarcella 8. Smith, Personnel Assistant
SEARS, ROEBUCY. 8 "COMPARY '
90 S, Federal Highvay .
., Ruckltdge‘. F1 32955 TEL: 632-5800, x208
* 18. _Scott Nelson, Agent y

Y NATIONAL TRAINING/INDEPENOENT TRUCERS
. 430 Michigan Ave, :
Indialantic, F1 32903 TEL: 724-R9R4
19. gadqe Trick, Personnel Representative
AN AMERICAN €. TEST RANGT PROJECT
, P. 0. Box 4608, Mail UATL WU-100
PAET. FY 32925 TEL: 498-7322

~

.
,

e
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*20. (harles W. Body, Coordinator 29, Patrmicia Copeman

21.

Huwan Resource Development Group

COLLINS GERERAL AVIATION DIVISION
AVIONICS GROUFP

1100 West Mibiscus Blvd,

Melbourne, £1 32901 TfL: 72/-u860

Ruberta M. Ho:ne. Personnel Speciralist
DICTAPHONE CORP.

3900 West Sarno Road

Melbaurne, FI 32935 TEL: 2694524,

Yob McKemy

Tndustrial Retatwons Representative
{OLKHEED MESSTLES & HPALE (0.

P. 0. Box 246

Cape anaveral. F1 32920 TFL: 853-5194 32,

frank Martin )
RUCMAELL INFERNATHONAL
P, 0. Box 2105

* kennedy Space Center, FI 32925

7

STC-DOCUMAT ION

340 Kirby Lane

palm Bay, f1 32905 TEL: 724-1111
Y

Jim Wellman

Human Resousce Specialist.

DBA SYSTEMS, lNC; v

P. 0. Drawer 550

Molhourne, F1 32901 TEL: 727-0600
Stewart E. Myers

BARNCTT BANK OF CENTRAL FLORIDA, N.A.
430 Brevard Avenue, P. 0. Box 190
Cocoa. F1 32922 TtL: 636-3411

Wally Hillyer

BREVARD CGUNTY EMPLOYMENT & TRAINING AD.

120 Venelian Way, Suite 21 .
Merrmtt Island. F1 32952 TEL: 452-0150

B8ill Pelzer
BARNES AND BARBER. INC.

PESQURCES :FOR_EDUCATIONAL_MENTORING

NATION-L INSTITUTE FOR WORK AND LEARNING
126:2 Eighteenth St., N.W., Suite 501 .
Washington DC 20036

Industry-Education-Labor Collaboration: An Action Guide

for Collaborative Councils, by Max Elsman and the Hational .
Tnstitute for Work ang Learning, 1981, 100 pages, $5.00.

Industry-Education-Labor Collaboration: Policies and
Practices in Perspective .. 1982,  $05.00.

Educational Brokering: A New Service for Adult Learners,
by James W Hefferman, Francis U, Hacy & Donn F. Vickers,
1976. 82 pages, $8.00.

Iy

i ) Director, :)f Educational and Career Information Services
«24, Liz Dirks, Social Warker 333 xing St. - -L—1 JRILLA AR AL
SKAP_Progrian Cocoa, F1 32922 TEL: 636-2665 for Adults 1980, 112 pages . 34.00.
HEALTH & REHABILITATIVE SERVICES . . ) . . . .
705 Avocado Ave.. Monroe Center Alberta Gillespee, Health Education | g.g““..‘-?ﬁ.".’li.ﬂ_" and the American Worker, 1880. 12 pages.,
Cocoa, F1 32022 1fL: 636-2933 * BREVARD COUNH‘AMEALTN DEPARTMENT l -00. .
611 Singleton Ave. Horklife Transitions: The Adult Learnin
. . A . - : g _Connection, by
25. Ugl;!yng\grl'adc Tatusville, F1 32780 TEL- 268-3730 i Paui E. Barton and The Hational Tnstitute ft()r Work .and
WE2Y RS . . Learning, McGraw-Hi11 Book Company, 1982. (Available
2405 Broadcast A Court Mary R. Moss, hanager ONLY f Graw-1H11, $14,
Cocoa. F1 32922 TEL: 636-4411 COCOR foUSING RUTIORITY ! rom McGraw-iH11. $14.00) »
828 Magnolia Ave. | Work1ife Education and Tratring and the Ordeal of. Change,
26. Rich Lobsha, Counselor COCOG, FY 32922 TEL: 636-8534 . bjl C‘H‘l\"l-@{ S'i.e-ﬂa?t'. ']9310:79* p‘dga?.-}—la..o'(r- e sk
North Area Comumty Education Center Sohn W1 Des %
800 Lane Ave, ohn Wigley, Uean | Education and Training for Middle-Aged and Older Workers,
Tywusvalle, F1 32780 TEL: 26°-1188 lz\dll;g)tTComnuu‘nt_)i/lEducaLiun Center A By JaT13 Tronch— T000 - 58 pages, Sl%.OO.n norkel
. 0 1ger Tra s
27, Birbarm Je"k\nss - iters focoa, F1 32922 TCL: 632-5302 {,_qﬂir;g__the Iuﬁ:‘_c_ong(n_dn‘}mtéons Technology for Morking.
Qutreswn Teauhér/Recruiter . . earning, and Living. By Ted Carpenter, Y98G. Y0 pages,
Cnunw‘\lt)r. 'l‘«du\t Basic Geogge HWillis, Dean . . a5 m__.L. .ana Living, by Te P pag )
Qpen Laupus, © oL i\dg]t Cgﬂm\mlly Educatron fenter
14 tlegridhe Roas hodver Center “Investing 1n Your Cuployees' future.” by Ivan Charner, -
¢ oo 20101, X2300 1 Hawk Haven Drive ¢ . ; * ’ *
"“')F;"i”}” A -,m ] Indialantic, F1 32903 TEL  724-5006 198012 pages (xerox), $2.00.
ar Ot ) % The .
B TEL: 636659 BULLETIN of the National Cemter for Educational Brokering,
LOC0d. 249, 2 . i g
publiched 10 times a year. Annual subscriptions: $14.00.
28, tddve Taylo, ewn . . . .
- Adult Lommunity Tducation Center Lifelony Learning Resources, c/o Free University Network,
4100 5. Duke 3t. . 1221 ThurSton, Nanhattan's Kansas 66502, (Subscribe to
Palm Bav, F) 32306 TSL: 723-303 THE LEARRING CONNECTION at $10.00 per year for the "Best
News-Magazine in Adult Learning.” Reteive specral supple-
sAttended two ,ess\}\m ments of the "Adult Learning Review of Book'..")/Use the
. address shown here. : *
/ 22 *
3 ) )
[ . *
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elping Adults Lrarn ang’Change, by Sussell D. Robinson,
1980 ~Qminbook Cowpany, P.0, Box 17782, Milwaukee, His-
consin, 53217, $8.95 plus $1.50 shipping. TOPICS: )
Adult learming...change...adult deve\mnucnt...mtercst.‘..
values.. .deswgns for Yearning...needs .\ss_essmcnt...

deve loping objectives. ..develeping teaching p\qns...
instra tional techmiques and devices...evaluation. .the
f1e1d of adult education...and much, much move.

Rochv, G.E.R.1 “Much Ado About Mentors,” Harvard Business
Review, Jan-Feb., 1979, pp. 14-28.

"Movany Up
Shaparo, t.f., Haseltane, F.P. & Rowd, H.P., A
Ko\e Models, Mentors and the Patren System,” Sloan
Management Review, Spring, 1978, pp. 19, 91-58.

W
fury, k., "Mentor Mama® SAVVY, 2980, 42-47.

i : : 1 & Organ~

nein, E.H., Career Dynmamcs: Matching Individual & O -

> 1zational Needs. Addison-Hesiey, Pub. Co.. Reading, M.A.
918,

Levison, D.J., et.al.. The Seasons of A Man's Life, Alfred
A. Ynopf, N.Y., 1978,

" i hment-Sex
3 in, C.F., "Encountering the Male Estabhis t-Sex
psgtatus Limits on Women's Careers in the Profession,

American Journal of Sociology, 1970, 75, pn 965-982.

" Career
George, Penny & Kunmerow, Jean, “Mentoring for
ugmen,“ TRAINING/HRD, Feb., 1981, pp. 65-70.
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BREVARD COMMUNITY COLLEGE
Maxv!ell C. King, President

BOARD OF TRUSTEES
Mrs. J. J. Parrish, Jdr., Chairperson
Roger W. Dobson, Vice Chairnerson
~ Mis. trene H. Buinett
Phitip F. Nohrr
Ralph M. Williams, Jr.

BREVARD COUNTY SCHOOL DISTRICT
Lioyd A Soughers, Superintendent

2 sCHOOL BOARD
John William Baker, Chairperson
Mirs. Lynit Demetriades, Vico Chalrperson
‘ Robert A. Anderson
Larry A. Williamson
Mrs. Estner Bakor

)

Brevard Community College is an equual opportunity/
equal access institution.
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“With or without.counseling credentials, educators and, ,
educational mentors éan help people through transitions |
A caused by the crises of unemployment and high technology.
Practical quidance and counseling can use the tachnolcgi-
cal explosion as a vehicle for human prcgress and promote
continued learningtand growth for individuals.™ 4
- Open Campus . ) -
' Brevard Community College
1519 Clearlake Road
Cocos, Florida 32922
' {305) 632-1111, extension 2300/2060 .
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